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AbstRAct
Attractive work has been defined as a job position which an individual wants, where the employee  
experiences job stability and where employee identification and dedication are fostered. The 
present study is aimed at increasing knowledge about attitude changes to work during young 
people’s transition from school to work-life. A closed cohort, consisting of 225 pupils from grad-
uating classes in 10 upper secondary schools in Sweden, was studied. The most significant 
result was found in the pupils’ expectations regarding work attractiveness while they were still 
attending school and in the subsequent year, after they had finished school. During school atten-
dance, there were no differences between the groups, while those who did not find employment 
after school greatly reduced their demands regarding attractive work. Those who managed to 
get a job maintained the same level of expectation as during their school years, in terms of  
requirements for an attractive job.
Key woRds




An ever-increasing problem in the 2000s is finding workers with the right skills for employment not only in different sectors in Sweden but also in many other industri-alized countries in the world (Berg, 1998; Bigot & Cuchet, 2003; Nitteberg, 2003; 
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Pors & Johannsen, 2002; Rauhut, 2002; Yränheikki & Savolainen, 2000). Due to the 
lack of suitable workforce, 38% of employers around the world have difficulties in 
improving their organizations and job attraction (Manpower, 2015). One of the most 
important concerns for organizations with regard to survival and development is there-
fore to strengthen the possibilities for recruiting and retaining skilled personnel (Bak-
ker & Schaufeli, 2008; Kennemar & Jagrén, 2008). A key challenge in relation to this 
is to ensure that labor is largely involved and engaged in the company’s production 
and development. An attractive work situation is essential in order to meet these goals 
(Marks & Huzzard, 2008). Åteg and Hedlund (2011) define attractive work as follows: 
a job position that an individual wants, due to positive job characteristics, in an organi-
zation perceived as a positive workplace; a position where the employee experiences job 
stability; and a position that fosters employee identification and dedication.
It is of great importance for managers to understand adolescents’ attitudes to work 
and their opinions about what makes work attractive, in order to increase the possibility 
of recruiting and retaining workers with suitable skills.
There are many different theories in attraction research. Holcombe Ehrhart and 
Ziegert (2005), and Breaugh (2008) discuss applicant attraction that provides the best 
conditions for recruitment. According to these authors, the concept implies characteris-
tics of the work, or parts of the recruitment, such as the content of advertising, informa-
tion about the company, or how the recruiter acts. What also comes into play is how 
those looking for employment see the company, compare how it suits them as a person, 
and ultimately make a judgment about its attractiveness.
Also relevant in this context are theories about retention, which becomes important 
in keeping down recruitment costs, maintaining production, and providing customer 
satisfaction and good return. Several researchers focus on a number of different mod-
els. Holtom et al. (2006) emphasize that workers who are satisfied, or have few other 
options, often remain at their workplace. According to Gardner et al. (2009), experi-
encing a sense of belonging with the company early on can be achieved by discussing 
culture, development opportunities, and benefits. Korunka et al. (2008) discuss a third 
example concerning the relationship between workers and their work environment. 
Parameters, such as job satisfaction, participation in the organization, and stress factors, 
are mentioned as having a bearing on attractiveness.
The values of young workers are influenced by many factors. Chaves et al. (2004) 
conclude that urban 9th-grade students’ opinions about the meaning of work are shift-
ing, with their families having a strong influence on the students’ perceptions of work. 
Most of the adolescents, but not all, have the notion that work is to make money to 
earn a living.
Blustein et al. (2002) state in a school-to-work transition study that socioeconomic 
background significantly affects adolescents’ view of work. Young adults coming from 
a lower social class have a tendency to only see work as a source of income. Those who 
come from a higher social class have greater opportunities for self-realization.
Many adolescents are affected in their early years by their parents’ perception of 
work. Another significant impact on their perception of work is their experience of part-
time work. In studies of adolescents’ attitudes to work, these factors play a role, but it is 
equally important to consider what next generation’s work means. Factors influencing 
new types of employment are quality of work, leadership, and health and safety (Loughlin 
& Barling, 2001). Sustainable good health, as well as good attendance at work, can be 
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promoted by a leadership that includes both managerial skills and organizational struc-
ture (Dellve, 2007; Eriksson, 2011; Stoetzer, 2014).
Berglund (2001) goes further in his research by looking at attitude patterns to work. 
He discusses four different patterns: altruistic, materialistic, instrumental, and individu-
alistic. In a second step, he divides the workforce into two groups, consisting of a supe-
rior role and a subordinate role in the workplace. In a final step, he ties together the 
different patterns of attitudes with the two different work situations, so that a subordi-
nate role is linked to altruistic and instrumental patterns, while a superior role is linked 
to materialistic and individualistic patterns. Berglund concludes that the instrumental 
attitude, which points out the importance of work as a source of money, implies low 
loyalty and insufficient salary.
Adolescents’ attitudes to work and their opinions about what is attractive are how-
ever not static over time. Masdonati et al. (2015) state in their study that work values 
change during the transition from school to work life. The result is independent of 
whether the adolescent is employed or not.
The overall aim of the present study is to increase knowledge about changes in atti-
tudes to work during young people’s transition from school to work life. The following 
questions are of interest:
•    How important is work and what are the main reasons for working?
•    How important are different dimensions for making work attractive?
•    How attractive are different aspects in current work, according to young people?
•    Are there any indications of differences in attitudes between young people who have 
managed get a job or not?
Materials and Methods
study design
The study included a two-wave questionnaire, with 2 years between the surveys (base-
line year, 2013, and follow-up year, 2015). In the 2013 study, ‘Knowledge and expe-
riences of risks among pupils in vocational education’, Andersson et al. (2014), the 
researchers visited the schools, informed the pupils about the study, and asked them 
to complete a questionnaire with questions about their opinions of attractive work 
(baseline). Absent pupils received a letter with information about the study; in these 
cases, the teacher administrated the distribution of the questionnaire and sent the 
completed questionnaire back to the researchers by post. In 2015, the respondents 
were contacted for a follow-up study. They were asked to fill in a digital questionnaire, 
or, if they preferred, a postal questionnaire. If necessary, the contact was followed up 
by two reminders.
study group
The sample of young people was a closed cohort, consisting of 225 pupils from grad-
uating classes in 10 upper secondary schools, located in central Sweden. The pupils 
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were studying in the following vocational programs: Industrial technology, Restau-
rant management and food, Transport, and Handicraft (where pupils specialized in 
woodwork). In 2013, the pupils participated in a questionnaire study and on that 
occasion were also invited to participate in the follow-up survey about attractive 
work. In 2015, the former pupils were contacted by telephone and asked if they still 
wished to participate in the follow-up study, and if they were employed or unem-
ployed. Eighty-six of the former pupils completed a questionnaire about attractive 
work; of these former pupils, 69 were employed, and 17 were unemployed, or in 
further education. Most of the young people who were employed had obtained a 
job in the branch they were educated for. Thus, the study group consisted of 86 
young people (42 men, and 27 women), who participated in both the 2013 and 2015 
surveys (Fig. 1).
Figure 1 Flowchart of study group.
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The questionnaire
The questionnaire about attractive work was developed at Dalarna University in Swe-
den, according to the attractive work content model (Åteg & Hedlund, 2011). It starts 
with two opening questions: ‘How important is work to you?’, and ‘What do you 
consider as the main reason for working?’. Then follow these questions, divided into 
three main areas: ‘Working conditions’, ‘Work content’, and ‘Work satisfaction’. Of 
the total number of questions, 49 questions were about attractive working conditions, 
divided into the following ten dimensions: Location, Hours of work, Physical work 
environment, Suitable equipment, Organization, Leadership, Loyalty, Contact, Rela-
tionships, and Salary. There were 18 questions about attractive work content, which 
were divided into seven dimensions, as follows: Familiarity, Freedom to plan, Physical 
activity, Mental work, Practical work, Work rate, and Variation. There were 21 ques-
tions about work satisfaction, which were divided into five dimensions: Sought after, 
Stimulation, Outcomes, Acknowledgement, and Status. In the baseline 2013 study, 
the pupils were asked about their opinions of an optimal workplace. In the follow-up 
study, employed former pupils were asked to fill in the questionnaire regarding the 
conditions at their present workplace, as well as what they would like the conditions 
at an optimal work place to be. Unemployed former pupils and pupils in further edu-
cation were asked only about an optimal workplace.
statistical methods
The answers to each question have been aggregated to dimension value by computing 
the mean of included questions for each respondent, and thereafter the mean for each 
group of respondents. Dimension values were analyzed in the statistical program SPSS 
23. The size of each sample determined the choice of either a parametric or a nonpara-
metric test. Nonparametric tests were used to compare the results from the unemployed 
group, due to its small size, and parametric tests were used for the employed group, both 
in accordance with Hinton et al. (2004). The comparison of the groups’ opinions about 
their main reason for working (Tab. 1) was conducted using the crosstabs with Contin-
gency Coefficient, Phi and Cramer’s V, respectively, and Chi-square. Opinions about the 
importance of attractivity (Tab. 2) were compared, using Wilcoxon Signed Ranks Test 
(unemployed), and T-test (employed). The comparison between opinions about current 
work and attractive work (Tab. 3) was conducted using T-test.
ethics
This study was approved by the Regional Ethical Committee in Uppsala, Sweden.
Results
The results are presented in three sections. The first section is a comparison between 
the answers of the employed group and the unemployed group, regarding the opening 
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questions ‘How important is work to you?’, and ‘What do you consider as the main 
reason for working?’. The second section describes the differences in answers between 
employed and unemployed, concerning the dimensions of attractivity. The third section 
describes the employed group’s opinions about the conditions of their current work, 
compared with their wishes for conditions of an optimal workplace.
opening questions
‘How important is work to you?’
The young people in the study rate the importance of work as high. On a five-grade scale 
(1 = least important, to 5 = most important), those who got a job after their examina-
tion (N = 69), as well as those who had not (N = 17), 82% or more answered 4.0, or 
higher on both occasions, in answer to the question, ‘How important is work to you?’. 
Those who had got a job answered 4.39, on average, in the baseline study, and 4.20 in 
the follow-up study, and the corresponding values for the unemployed group were 4.00, 
and 4.12, respectively. No significant differences were found between the groups or the 
occasions.
‘What do you consider as the main reason for working?’
The respondents were also asked what they considered as the main reason for working. 
The results are presented in Tab. 1.
There are no significant differences between the groups in the baseline study and 
the follow-up study. In the follow-up study, the unemployed group switched their view 
of reasons for work with a significantly higher proportion to ‘Self-realization and good 
quality of life’.
A comparison of the 86, who took part in both the baseline study and the 
follow-up study, and the other 139, who took part only in baseline study, shows 
table 1  The study groups’ opinions about the main reason for working, in numbers and 
percentage of three alternatives
Unemployed employed
2013 N = 17 2015 N = 17 2013 N = 69 2015 N = 69
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no significant differences between the two groups regarding the opening questions, 
‘How important is work to you?’, and ‘What do you consider as the main reason for 
working?’.
Attractivity in work
The main part of the questionnaire focuses on the three following areas: ‘Working 
conditions’, ‘Work content’, and ‘Work satisfaction’, and how important the underly-
ing dimensions are in making work attractive. In the total baseline study in 2013, the 
most important dimensions for attractiveness were: Relationships (m = 4,30), includ-
ing behavior between workmates, Loyalty (m  =  4,16) to organization, workplace, 
and workmates, and Leadership (m  =  4,05), including aspects such as confidence, 
communication, participation, delegation, encouragement. Lowest importance was 
given to Freedom to plan (m = 3,20) one’s own and others work, Location (m = 3,56), 
including aspects of traveling to and from work, as well as the attractiveness of the 
surrounding area, and Status (m  =  3,59) in terms of work pride and professional 
identity. No significant differences were found between the two groups of unemployed 
and employed.
A comparison of the 86 respondents who took part in both the baseline study and 
the follow-up study, and the other 139, who took part only in the baseline study, indi-
cates a significant difference in four dimensions. Physical work environment, loyalty, 
and salary were more important for the group of 86 who participated both in 2013 and 
2015, while status was more important for the group of 139, who only participated in 
the baseline study in 2013.
Those who were unemployed in 2015 had reduced their wishes in all dimensions, 
while in 2015, the employed group had almost the same wishes as in 2013. In the 
unemployed group, significant differences between the baseline and follow-up studies 
were found in 10 of 22 dimensions. The importance had decreased for all dimensions, 
and especially the importance of Salary which have been the second most important 
dimension, and had become the second lowest. The employed group did not signifi-
cantly change their views when entering working life. In two dimensions, Familiarity 
and Outcomes, the answers were significantly unchanged. Details are presented in 
Tab. 2.
the employed group’s opinions about current work and an  
optimal work
Those who were employed in the follow-up study in 2015 were also asked about their 
opinion of current job attractiveness. The differences between their wishes regarding 
different dimensions for work to be attractive, and their opinions of the work they 
have, are significant in 15 of the dimensions. All the differences are in the same area, 
namely, that their wishes are not totally fulfilled in their current job. The most impor-
tant dimension for attractiveness, Relationship, is also the one that is most fulfilled. 
The differences are biggest in relation to Salary, Stimulation, and Acknowledgement. 
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table 2 The study groups’ opinions about dimensions of relative importance in making work attractive
Attractive 
work
dimension Unemployed 2015 
(N = 17)
employed 2015  
(N = 69)
2013 2015 difference 2013 2015 difference
Working 
conditions
Location 3.55 3.16 0.39 3.57 3.70 –0.13
Hours of work 3.82 3.33 0.49 3.75 3.84 –0.09
Physical work environment 4.06 3.56 0.5 3.82 3.79 0.02
Suitable equipment 3.88 3.50 0.38 4.01 4.03 –0.02
Organization 3.91 3.20 0.71* 3.77 3.92 –0.15
Leadership 3.96 3.31 0.65* 4.07 4.09 –0.01
Loyalty 4.29 3.48 0.81** 4.14 4.13 0.01
Contact 3.85 3.04 0.81* 3.87 3.93 –0.06
Relationships 4.18 3.52 0.66* 4.31 4.33 –0.01
Salary 4.27 2.75 1.52*** 3.88 3.79 0.10
Work  
content
Familiarity 3.91 3.19 0.72 3.84 3.85 –0.01****
Freedom to plan 3.21 2.42 0.79* 3.21 3.17 0.04
Physical activity 3.91 3.67 0.24 3.59 3.70 –0.11
Mental work 3.89 3.26 0.63 3.77 3.65 0.12
Practical work 3.94 3.14 0.8* 4.03 3.82 0.21
Work rate 3.94 3.17 0.77* 3.93 3.88 0.04
Variation 3.82 3.00 0.82* 3.71 3.58 0.13
Work 
satisfaction
Sought after 4.04 3.26 0.78 3.94 3.89 0.04
Stimulation 3.98 3.22 0.76 4.02 3.95 0.08
Outcomes 3.64 3.25 0.39 3.83 3.83 0.00****
Acknowledgment 3.79 3.06 0.73 3.87 3.68 0.19
Status 3.59 2.83 0.76 3.59 3.54 0.06
Results are presented as averages (on a scale 1–5) for the two study groups in the baseline study (2013), 
and the follow-up study (2015).
*The difference is significant at the 0.05 level (2-tailed).
** The difference is significant at the 0.01 level (2-tailed).
*** The difference is significant at the 0.001 level (2-tailed).
**** Significant similar at the 0.05 level (2-tailed).
Salary, which includes if the salary is sufficient, high, or influenced by performance 
and increases regularly, and Acknowledgment, which includes both inner and external 
acknowledgement from workmates, manager, and other people, both belong to the 
lower half of importance for attractiveness. Stimulation, in terms of interesting work 
tasks, positively challenging and enabling development, is the fifth most important 
dimension, and thereby the difference of greater importance. Details are presented in 
Tab. 3.
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table 3  The employed group’s opinions about dimensions of relative importance in making work 
attractive, compared with their view of their current work: Averages (N = 69)
dimension Attractive current difference
Relationships 4.33 4.01 0.31***
Loyalty 4.13 3.84 0.29**
Leadership 4.09 3.66 0.43***
Suitable equipment 4.03 3.85 0.18
Stimulation 3.95 3.39 0.56***
Contact 3.93 3.87 0.06
Organization 3.92 3.59 0.33***
Sought after 3.89 3.45 0.44***
Work rate 3.88 3.65 0.23*
Familiarity 3.85 3.86 -0.01
Hours of work 3.84 3.58 0.26*
Outcomes 3.83 3.72 0.12
Practical work 3.82 3.80 0.02
Physical work environment 3.79 3.55 0.24*
Salary 3.79 2.94 0.85***
Location 3.70 3.59 0.11
Physical activity 3.70 3.67 0.03
Acknowledgement 3.68 3.18 0.50***
Mental work 3.65 3.37 0.28**
Variation 3.58 3.33 0.25**
Status 3.54 3.17 0.37***
Freedom to plan 3.17 3.03 0.14*
*The difference is significant at the 0.05 level (2-tailed).
** The difference is significant at the 0.01 level (2-tailed).
*** The difference is significant at the 0.001 level (2-tailed).
discussion
In this study, the attitudes to and expectations regarding work were studied for a num-
ber of pupils in vocational programs at Swedish upper secondary schools. The investiga-
tions were made when the pupils followed their final year of the 3-year program, which 
focused on work in hotels and restaurants, the transport sector, and the manufacturing 
industry. A follow-up survey was made the year after the pupils completed the pro-
gram. In total, 86 pupils were included in the study, of whom 69 managed to get a job, 
while the other 17 were unemployed. The most significant result is found in the pupils’ 
judgment of work attractiveness when the two groups are compared during their time 
at school and in the subsequent year. During school attendance, there are no differ-
ences between the groups, while those who did not find employment after school greatly 
reduced their opinion about the importance of many dimensions of attractive work. 
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Those who managed to get a job maintained the same level of response as during their 
school years, in terms of requirements for an attractive job. This is not in accordance 
with Masdonati et al. (2015), who found that work values change during young people’s 
transition from school to work life. In the present study, the unemployed group has, 
however, changed their opinions. The biggest difference concerns salary, which decreased 
drastically from 4.27 (2013) to 2.75 (2015) for the unemployed group. The group of 
139, who only participated in the baseline study, had a significantly lower salary value 
(3.44), and the employed group also had a lower salary value (3.88). This raises the 
question if the unemployed group overestimated the importance of salary during their 
study period. The two groups set a high value on the importance of work in their lives. 
Adolescents responded on a five-grade scale with an average over 4.0, which is compa-
rable with what 1440 professionals from different professions in Sweden answered to 
the same questions in a previous study (Hedlund et al., 2010). The average score in that 
study was 3.8, which in turn was consistent with responses obtained in two other Swed-
ish studies (Bernhardt, 2009; Isaksson et al., 2004). During school attendance, as well 
as directly after completion of school, the young people indicated that they value work 
more highly in their lives than other groups of senior professionals. Unemployment in 
the other group does not seem to have influenced this significantly.
With regard to young people’s perception of reasons for working, there are no clear 
differences between the two groups or in the groups before and after leaving school. The 
most important reason was stated to be ‘Earning a living and survival’, but there was 
also a tendency toward giving greater importance to ‘Self-realization and good quality 
of life’, in the total group after leaving school. The distribution of answers to the three 
options was in good agreement with what the 1440 professionals (Hedlund et al., 2010) 
responded to the same question. In earlier studies, it is stated that young adults with a 
tendency to see work as a source of income have a background in a lower social class 
(Blustein et al., 2002). More than half of the young people in the present study, both in 
2013 and 2015, answered ‘earning a living and survival’ as the main reason for working. 
A cautious conclusion could then be that they belong to a lower social class.
The priorities of the two groups regarding what makes a work attractive show a 
similar picture to that which is usually stated by professionals (Hedlund et al., 2010). 
Relationship, loyalty, and leadership are three dimensions of the 22 listed that are espe-
cially important for attractive work in the two groups, both during schooling and after 
the completion of school. The importance of these dimensions is supported by Lough-
lin and Barling (2001) as factors influencing new types of employment. Loughlin and 
Barling’s study, as well as the results from this study, not only point out the importance 
of leadership but also health and safety, and quality of life. In today’s work life, good 
leadership, relationship, and loyalty are important ingredients for a work to be healthy 
and qualitative (Dellve, 2007; Eriksson, 2011; Stoetzer, 2014).
For the group which found employment, these three dimensions are top priorities, 
both during school attendance and on completion of school. For those respondents who 
did not get work, those dimensions were also among the highest. For those who found 
work, the five key dimensions were identical in the baseline and follow-up study with 
almost identical ranking. Also, the dimensions for these occasions which the respondents 
saw as least important showed a similar pattern, although not as clear. Freedom to plan, 
status, and variation were considered as less important for attractive work. ‘Salary’ was 
valued as the second most important dimension in the unemployed group during school, 
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but in the after-school group, it was graded as second least important. The change is 
remarkably large, but can of course be seen as logical in a situation where young people 
may be forced to change their expectations of getting a job. As indicated initially, the 
reduction in wishes is clear also for the other dimensions in the unemployed group. In 
all dimensions, the expectations were lowered. For the dimension in which the change 
in the requirements for attractive work was the least in the unemployed group (Physical 
Activity, 3.91 > 3.67), the change was still greater than the dimension among those who 
had jobs, with the greatest change (Practical work, 4:03 > 3.82).
The young people in our study are in transition from school to work. Their first job 
after training is manual or service work that can be classified as subordinate. In such a 
group, an instrumental attitude to work is more frequent (Berglund, 2001).
The group of young people without work has somewhat higher demands on salaries 
in 2013 than those who obtained work. The importance of salary has decreased dra-
matically and significantly in the group without work in 2015. The importance of loy-
alty has also decreased markedly and significantly in 2015. This is interesting, because a 
group with instrumental attitude (Berglund, 2001) lacks loyalty and believes that salary 
is inadequate. Could this lead to a situation that when the adolescents in this group get 
a job, they will not be satisfied with the salary? When they do not see loyalty as impor-
tant, it will probably be difficult for employers to retain them at work. Berglund (2001) 
also concluded that those with an instrumental attitude to work do not agree with the 
company’s corporate values and goals, and therefore feel that working conditions do not 
give them any satisfaction.
An interesting question is what the lowered importance of salary stands for, espe-
cially since this group also, to a higher degree, valued ‘self-realization and good quality 
of life’ as a main reason for working, in the follow-up study. Have the youngsters really 
changed their opinion about the importance of salary, depending on the fact that they 
have continued to study and found other values more important, and that it has become 
obvious that they have a pretty good life even if they do not have any salary, etc.? On the 
other hand, can it be that they actually think that salary is important, but have realized 
that it is not possible to receive a high salary in one’s first employment?
The group that found work after leaving school, in addition to questions about 
what they consider as important for attractive work, also answered questions about 
how they assessed the same qualities in their current job. In general, they did not find 
dimensions to be fulfilled, in accordance with what they indicated as important for an 
attractive work. The differences were significant in 15 of the 22 dimensions, but in most 
cases, however, the differences were smaller than what was reported in the study of 1440 
professionals from different professions in Sweden (Hedlund et al., 2010).
The results indicate that there are development possibilities for raising work 
attractiveness. The perception of current work should be closely related to opinions of 
optimal work, in order to make a fit between work characteristics and the individual 
(Breaugh, 2008; Holcombe Ehrhart & Ziegert, 2005). The differences between current 
and optimal work may result in lower job satisfaction, which raises the risk for turnover 
(Holtom et al., 2006; Korunka et al., 2008). Important dimensions with large differ-
ences identify possible development areas for raising attractiveness. By discussing those 
development opportunities, together with the work culture, management can increase 
a sense of belongingness for employees (Gardner et al., 2009). This knowledge can be 
used both in the recruitment process and to retain and engage employees. Working with 
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attractiveness must be an ongoing process for a company, especially with regard to 
a young workforce, since when these workers become more experienced they will no 
doubt have more alternatives for employment.
Methodological considerations
The adolescents included in this study cannot be considered a random sample of those 
who have chosen a program at a vocational upper secondary school. The selection of the 
schools where the pupils studied does, however, represent different size schools, different 
combinations of training programs, as well as location in big cities and small towns. In 
the baseline study, 225 pupils participated. Of these, the majority could be contacted 
after leaving school, and 86 of these former pupils chose to participate in the follow-up 
study. This number must be considered acceptable, since the aim is to study changes over 
time, and no systematic shortfall can be seen regarding different branches. However, 
the response rate was about 70% of the unemployed group, and 47% of the employed 
group. A comparison of the 86, who took part in both the baseline study and the follow-
up study, and the other 139, who took part only in baseline study, indicates a significant 
difference in the following four dimensions: physical work environment, loyalty, salary, 
and status. The group of former pupils, who were not working 1 year after completing 
their studies, was small, which in itself is encouraging, but obviously this is problematic 
when conclusions about differences in results between the two groups are deducted. 
From Fig. 1, it is obvious that the response rate was clearly higher in the unemployed 
group than in the other group. Higher motivation, or more time, may be explanations 
for this, but no firm conclusions can be drawn. Whatever the causes, they cannot be 
expected to have an impact on the significant differences reported. The 17 former pupils 
in the group classified as ‘unemployed’ not only include persons searching for a job but 
also those who have chosen to continue their studies. It is of course the case that dif-
ferences can be expected between those subgroups, but the numbers in each group are 
too small for any clear conclusions to be drawn. The same applies to the comparison 
between the different vocational programs. To identify significant differences between 
those subgroups would have required a larger material than what was possible in this 
study. Despite this, the main findings are significant; those who did not find employ-
ment decreased their wishes for an attractive work significantly, while those who found 
employment retained their wishes. The study design was longitudinal and focused on 
the participants’ opinions about work; for future study, socioeconomic factors could be 
interesting to include.
conclusion
The perception of what is important for attractive work is strongly dependent on 
whether or not employment is obtained after completing schooling. In the present study, 
the importance of salary declined for adolescents who have not started professional 
work. The qualities of attractiveness for work among the youngster group studied, in 
general, do not fulfill the participants’ expectations. This conclusion is similar to that 
found for employees in several different branches.
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